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INTRODUCTION 

The Indonesian National Police (Polri) carries out one of its obligations under Law Number 25 
of 2009 concerning Public Services of the Republic of Indonesia. Public service is an activity or a 
series of activities aimed at meeting the service needs of every citizen and resident for goods, 
services, and administrative services provided by public service providers by statutory regulations. 
Public service is a manifestation of the state’s existence in society; with public services designed to 
meet the community’s needs and provide the best public services, a national professional body 
(police) is needed. 

According to the regulation of the Chief of the Indonesian National Police Number 16 of 2011 
concerning Performance Assessment for Civil Servants at the Indonesian National Police through 
the Performance Management System, it is stated that to improve and develop the performance of 
the members of the Indonesian National Police based on competence; it is necessary to provide an 
assessment based on performance standards comprehensively, objective, transparent, and 
accountable to encourage productivity achievement, dedication, and work loyalty. Article 6 of the 
regulation above states that the performance appraisal in the police is divided into two: generic 
performance is applied equally to all employees, and specific performance differs from one 
employee to another, which is based on the primary duties, functions and responsibilities of each 
position. 

The performance of organizational members allows personnel to perform all the tasks they are 
responsible for. If someone is motivated to work, can complete the assigned task on time, always 
contribute, and has good attitudes and behavior by work standards determined by the organization 
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and the values prevailing in the environment. Each person's performance will not be separated from 
a person’s ability and the organization s work environment in which they work. Competence is the 
initial capital that a person must have to occupy a particular position and carry out work on his 
responsibilities. The state of the work environment only includes the person's response to the work 
environment so that it will realize the work of members of the organization. 

Personnel at the Bureau of Assessment and Development of the National Police's Education 
and Training Institute are precious. The police must manage them properly to make the best possible 
contribution. One of the main things that must be the focus of the police is the competence and 
performance of its personnel. Because the personnel is incompetent, feels uncomfortable, belittled, 
and cannot reach their maximum potential, they will automatically not be able to focus on their work 
entirely. 

Work motivation in oneself is the driving force of a series of processes of human behavior to 
achieve goals in completing tasks and working according to responsibilities. According to the results 
of observations and interviews from one of the Bureau of Assessment and Development personnel 
of the National Police Education and Training Institute, the condition of the personnel in the Bureau 
of Assessment and Development of the National Police Education and Training Institute has 
decreased the enthusiasm of the personnel in carrying out their duties; this is due to the lack of 
recognition of the success of personnel who have successfully carried out their responsibilities by 
leadership, resulting in no effort to improve their performance, plus the lack of enthusiasm of the 
personnel towards their current work. Therefore, it is difficult for them to build internal work 
motivation. It can be seen from the three characteristics: the work motivation of organizational 
members and their influence on performance. Performance is the rate at which each organization 
member can complete a task. 

Work motivation can be influenced by interests, salary, security needs, interpersonal 
relationships, and job opportunities. Work motivation is the primary basis for a person to enter an 
organization and fulfill his various needs within the framework of that person. Therefore, the key to 
the success of subordinate mobilization by a leader lies in his understanding of work motivation 
theory. It becomes an influential driving force to improve organizational/ company performance. 
According to research conducted by (Idrus, 2020), from the results of hypothesis testing, it can be 
concluded that work motivation, leadership style and work environment simultaneously have a 
significant effect on Yahukimo Resort Police (POLRES) personnel. Another factor that is considered 
to impact police performance is leadership style. Everyone looks forward to professional 
developments, such as promotions, because with this development, they will get better rights than 
the non-material and non-material rights that were previously obtained. 

Figure 1 Research framework 


Work Motivation H1 


Leadership 
Style 


Performance 
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Based on the theoretical study and framework of thinking above, the hypotheses in this 
study are as follows: 
1) H1: It is suspected that work motivation affects performance. 
2) H2: Itis suspected that leadership style affects performance 
3) H3: Itis suspected that work stress affects performance. 
4) H4: Itis suspected that work motivation, leadership style and work stress affect 
performance. 


METHODS 

The research was conducted at the Jianbang Bureau of the National Police Education and 
Training Center from December 2020 to November 2021. The research method used is a causal 
survey guantitative method. The variables used in this study include 3 (three) independent 
variables, namely work motivation, leadership style and work stress, while the dependent variable 
is performance. The research objects studied are work motivation, leadership style, work stress and 
performance. The research subject is the Jianbang Bureau of the National Police Education and 
Training Center. 

The population in this study were members of the Jianbang Bureau of the National Police 
Education and Training Center. The sampling technigue used is non-probability sampling. 
Population elements are selected based on their availability (for example, because they volunteer to 
be respondents) or because the researcher personally feels that they are representative of the 
population. The sampling technigue uses a saturated sampling technigue used in a population 
where all members are sampled (Echdar, 2017). The sample in this study was 106 members of the 
Jianbang Bureau of the National Police for Education and Training. Meanwhile, for testing the 
instrument, as many as 30 people. The data analysis technigue used is descriptive, inferential 
statistical data analysis, and test reguirements analysis, namely classical assumption and multiple 
linear regression tests. 


RESULT AND DISCUSSION 

Overview of the Organization (Bureau for Assessment and Development of the National 
Education and Training Institute). Main tasks; 1) Organizing and planning activities for assessment, 
evaluation, validation, controlling education and training programs as well as activities in the field 
of information and literature 2) Collect and Validate information, data, procedures, procedures for 
processing information on education and training; 3) Plan and organize activities for collecting, 
validating, reviewing and improving regulations, policies and procedures for components of 
educational standards. 

Function; 1) Study, evaluate and validate the management of Prodiklat and Prokermadiklat; 
2) Collection, validation, presentation of data, management, information, data and IT and education 
and training documentation; 3) Collection, validation, review and completion of regulations, policies 
and procedures for standard components of education and other regulations related to education 
and training. 
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Figure 2 Organizational structure 
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In this study, the characteristics that want to be known are gender, age, education level and 
occupation. More details about the respondent can be seen in the following characteristics, which 
are presented in a pie chart that shows the magnitude in number and percentage. 
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Table 1 Respondents by Gender 


Valid Frequency Percent Valid Percent Calcumulatif Percent 
Male 100 94.3 94.3 94,3 
Female 6 5.7 5.7 100.0 

Total 106 100.0 100.0 


Source: Questionnaire 2021 


Figure 3 Respondent Diagram by Gender 


E Male E Female 


Based on Figure 4.1 above, it can be seen that the number of respondents based on gender in 
this study had the highest number of men, namely 94%, and the second-largest gest number were 
women, namely 6%. This study indicates that male employees are the gender work a lot in the 
Jianbang Bureau of the National Police Education and Training Center. 


Table 2. Respondents Based on Education Level 


Frequency Percent Valid Percent Cumulative Percent 


Valid D3 8 7.5 7.5 7.5 
S1 3 2.8 2.8 10.4 
SMA 95 89.6 89.6 100.0 
Total 106 100.0 100.0 


Source: Ouestionnaire 2021 
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Source: Processed primary data, 2021 
Based on Figure 4 above shows the percentage of respondents based on education level who 
work in the Jianbang Bureau of the National Education and Training Center, the highest education 
is SMA, which is 90%, the number of D3 education is 7%, the number of S1 education is 3%. These 
results indicate that members of the Jianbang Bureau of the National Police Education and Training 
Center have a reasonably high standard, namely a minimum of SMA/SMK. It reflects that the 
competence and expertise in carrying out work related to the assessment field create good. 


Table 3. Respondents Based on Working Period 


Frequence Percent Valid Percent Cumulative 
Percent 
Valid > 24 17 16.0 16,10 16.0 
1-5 years 821 76.4 76.4 92.5 
18- 23 years 6 5.7 5.7 98.1 
6-9 years 2 1.9 1.9 100.0 
Total 106 100.0 100.0 


Source: Questionnaire 2021 


Figure 5. Respondent Diagram Based on years of service 
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Source: Processed primary data, 2021 
Based on Figure above shows the percentage of respondents based on years of service who 
worked in the Jianbang Bureau of the National Education and Training Center, the most years of 
service were 1-5 years, which was 75%, >24 years of service, which was 16%, the number of years of 
service was 18-23 years, which was equal to 6% and 6-11 years of service as much as 2%. These 
results indicate that members of the Jianbang Bureau of the National Police Education and Training 
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Center have a reasonably good work experience of at least 1-5 years. It reflects that motivation and 
competence in doing work already have good knowledge. 

This validity test was conducted to determine the validity of the guestionnaire or 
guestionnaire. Validity here means that the guestionnaire used can measure what it is supposed to 
measure. The validity test can be done by comparing the calculated r-value with the r table. The 
estimated r value is taken from the output of the SPSS (Statistical Product and Service Solution). 
Testing the validity of using the SPSS program with the Pearson Correlation method, which 
correlates each item with the total score of the guestionnaire items. The basis for deciding the validity 
test is as follows: 

- If r-count > r-table, then the question items are declared valid 
- If r-count < r-table, then the question item is declared invalid 

The value of the r table is taken using the formula df = n - 2. That is df = 30 - 2 = 28, so that 
the r table is 0.361. The questionnaire can be said to be valid if the results of the questionnaire validity 
test have a calculated r-value greater than the r table value. The complete results of the validity test 
are in the following table. 


Table 4. Performance Validity Test Results (Y) 


Indicator R count R table Conclusion 
Statement 1 0,858 0,361 Valid 
Statement 2 0,929 0,361 Valid 
Statement 3 0,877 0,361 Valid 
Statement 4 0,945 0,361 Valid 
Statement 5 0,904. 0,361 Valid 
Statement 6 0,876 0,361 Valid 
Statement 7 0,778 0,361 Valid 
Statement 8 0,892 0,361 Valid 
Statement 9 0,869 0,361 Valid 
Statement 10 0,902 0,361 Valid 
Statement 11 0,758 0,361 Valid 
Statement 12 0,919 0,361 Valid 
Statement 13 0,946 0,361 Valid 
Statement 14 0,848 0,361 Valid 
Statement 15 0,915 0,361 Valid 
Statement 16 0,907 0,361 Valid 
Statement 17 0,927 0,361 Valid 
Statement 18 0,743 0,361 Valid 


Source: Processed primary data, 2021 


From the table above, it can be seen that the calculated r-value of the 19 performance variable 
statements tested and 18 statements are positive or have a value greater than the r table, which has 
a value of 0.361, so it can be concluded that 18 statements from each variable in this study are 
declared valid. 


Table 5. Work Motivation Va lidity Test Results (X1) 


Indicator R count R table Conclusion 
Statement 1 0,850 0,361 Valid 
Statement 2 0,596 0,361 Valid 
Statement 3 0,551 0,361 Valid 
Statement 4 0,770 0,361 Valid 
Statement 5 0,748 0,361 Valid 
Statement 6 0,830 0,361 Valid 
Statement 7 0,688 0,361 Valid 
Statement 8 0,930 0,361 Valid 
Statement 9 0,819 0,361 Valid 
Statement 10 0,954 0,361 Valid 
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Statement 11 0,828 0,361 Valid 
Statement 12 0,858 0,361 Valid 
Statement 13 0,766 0,361 Valid 
Statement 14 0,156 0,361 Invalid 
Statement 15 0,797 0,361 Valid 
Statement 16 0,846 0,361 Valid 
Statement 17 0,936 0,361 Valid 
Statement 18 0,829 0,361 Valid 


Source: Processed primary data, 2021 


From the table above, it can be seen that the calculated r-value of the 18 Work Motivation 
variable statements tested and the 17 statements are positive or have a value greater than r table, 
which has a value of 0.361, and 1 statement is invalid because it is less than r table which has a value 
0.361 so that it can be concluded that 17 statement items from each variable in this study were 


declared valid. 
Table 6. Leadership Style Validity Test Results (X2) 


Indicator R count R table Conclusion 
Statement 1 0,916 0,361 Valid 
Statement 2 0,909 0,361 Valid 
Statement 3 0,937 0,361 Valid 
Statement 4 0,972 0,361 Valid 
Statement 5 0,936 0,361 Valid 
Statement 6 0,869 0,361 Valid 
Statement 7 0,850 0,361 Valid 
Statement 8 0,928 0,361 Valid 
Statement 9 0,939 0,361 Valid 
Statement 10 0,930 0,361 Valid 
Statement 11 0,967 0,361 Valid 
Statement 12 0,942 0,361 Valid 
Statement 13 0,971 0,361 Valid 
Statement 14 0,904 0,361 Valid 
Statement 15 0,961 0,361 Valid 
Statement 16 0,877 0,361 Valid 
Statement 17 0,914 0,361 Valid 
Statement 18 0,929 0,361 Valid 


Source: Processed primary data, 2021 


From the table above, it can be seen that the calculated r-value of the 19 Leadership Style 
variable statements tested and 19 statements are positive or have a value greater than the r table, 
which has a value of 0.361, so it can be concluded that the 20 statements of each variable in this study 
are declared valid. 

Table 7. Work Stress Validity Test Results (X3) 


Indicator R Count R table Conclusion 
Statement 1 0,742 0,361 Valid 
Statement 2 0,368 0,361 Valid 
Statement 3 0,168 0,361 Invalid 
Statement 4 0,790 0,361 Valid 
Statement 5 0,829 0,361 Valid 
Statement 6 0,789 0,361 Valid 
Statement 7 0,810 0,361 Valid 
Statement 8 0,869 0,361 Valid 
Statement 9 0,809 0,361 Valid 

Statement 10 0,863 0,361 Valid 
Statement 11 0,526 0,361 Valid 
Statement 12 0,445 0,361 Valid 
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Statement 13 0,825 0,361 Valid 
Statement 14 0,864 0,361 Valid 
Statement 15 0,771 0,361 Valid 
Statement 16 0,759 0,361 Valid 
Statement 17 0,584 0,361 Valid 
Statement 18 0,432 0,361 Valid 


Source: Processed primary data, 2021 


From the table above, it can be seen that the calculated r-value of the 18 Work Stress variable 
statements tested and the 17 statements are positive or have a value greater than the r t, able which 
has a value of 0.361, and 1 statement is invalid because it is less than r table which has a value 0.361 
so that it can be concluded that 17 statement items from each variable in this study were declared 
valid. 

A reliability test determines how far a measuring instrument is reliable. Reliability testing with 
all question items in this study used the Cronbach alpha method (Cronbach alpha coefficient). This 
method is used to find the instrument's reliability, whose score is a range of several values or in the 
form of a scale. The basis for reliability testing is as follows: 

- If the Cronbach Alpha value > 0.60, the tested questionnaire is declared reliable. 
- If the Cronbach Alpha value < 0.60, the tested questionnaire is declared unreliable. 


Table 8. Work Motivation Reliability Test Results (X1) 
Reliability Statistics 
Cronbach's Alpha N of Items 
.960 18 


Source: Processed primary data, 2021 


The reliability test results can be seen in the output of the Reliability Statistics. Obtained 
Cronbach's Alpha value of 0.960. According to the criteria, this value is more significant than 0.60, 
so the questionnaire results on the Work Motivation variable distributed have a good level of 
reliability; in other words, the data from the questionnaire distributed can be trusted. 


Table 9. Leadership Style Reliability Test Results (X2) 
Reliability Statistics 
Cronbach's Alpha N of Items 
.990 18 


Source: Processed primary data, 2021 


The reliability test results can be seen in the output of the Reliability Statistics. Obtained 
Cronbach's Alpha value of 0.990. According to the criteria, this value is more significant than 0.60, 
so the questionnaire results on the distributed Leadership Style variable have a good level of 
reliability, or in other words, the data from the questionnaire distributed can be trusted. 


Table 10. Work Stress Reliability Test Results (X3) 
Reliability Statistics 
Cronbach's Alpha N of Items 
934 18 


Source: Processed primary data, 2021 


The reliability test results can be seen in the output of the Reliability Statistics. Obtained 
Cronbach's Alpha value of 0.934. According to the criteria, this value is more significant than 0.60, 
so the questionnaire results on the Job Stress variable that are distributed have a good level of 
reliability, or in other words, the data from the questionnaires distributed can be trusted. 
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Table 11. Performance Reliability Test Results (Y) 


Model Unstandardized Standard t Sig. Collineraity 
Coefficient coefficient Statistics 

B Std. Error Beta Tolerance VIF 
(Constant) 22.842 5.448 4.192 .000 
Work Motivation 494 .086 569 5.734 .000 .318 3.143 
Leadership Styles 262 .090 292 2.930 .004 316 3.166 
Job Stress -.020 .062 -.018 -.313 755 .987 1.013 

Reliability Statistics 
Cronbach's Alpha N of Items 
.980 18 


Source: Processed primary data, 2021 


The reliability test results can be seen in the output of the Reliability Statistics. Obtained 
Cronbach's Alpha value of 0.980. According to the criteria, this value is more significant than 0.60, 
so the results of the guestionnaire distributed Performance variables have an excellent level of 
orality. Alternatively, in other words, the data from the guestionnaires distributed can be trusted. 

This normality test uses the Liliefors test by looking at the significance value of Kolmogorov - 
Smirnov. The test criteria are as follows: 

- If the Significance value (Asym Sig 2 tailed) > 0.05, the data is normally distributed. 

- If the significance value (Asym Sig 2 tailed) < 0.05, the data is not normally distributed. 

To see the complete results of a sample from a normally distributed population or not, it can 
be seen in the following normality test table. 


Table 12. Normality Test Result 
One-Sample Kolmogrov-Smirnov Tes 


Performance Work Leadership Style Work Stress 
Motivation 
N 106 106 106 106 
Normality Mean 74.1321 67.5283 73.4151 69.5755 
Parameters Std. Deviation 10.69853 12.31276 11.89307 9.68351 
Most Extreme Absolute 072 104 113 127 
Differences Positive .069 .088 .082 116 
Kolmogorov- Negative 2072 - 104 -113 -.127 
Smirnov Z 741 1.073 1.168 1.312 
643 .200 131 064 


Source: Processed primary data, 2021 


Based on table 12, formulate the value of Asymp.Sig. (2-tailed) > from 0.05, namely 
Performance Variables 0.643, Work Motivation 0.200, Leadership Style 0.131 and Work Stress 0.64, 
it can be concluded that all variables in this study are normally distributed. 

Multicollinearity can be known by looking at the tolerance value (a) and Variance Inflation 
Factor (VIF). The independent variable experienced multicollinearity. The cutoff value commonly 
used to indicate the presence of multicollinearity is the tolerance value > 0.10 or the same as the VIF 
value <10. The results of the multicollinearity test are as follows: 


Table 13. Multicollinearity Analysis Results 


Unstandardized Standardized Si Collinearity 
Model Coefficients Coefficients 8 Statistics 
B Std. Error Beta Tolerance VIF 
1 (Constant) 22.842 5.448 4.192 .000 
Work Motivation 494 .086 569 5.743 .000 318 3.143 
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Leadership Style 262 .090 .292 2.930 .004 316 3.166 
work stress -.020 .062 -.018 -.313 .755 .987 1.013 


Source: Processed primary data, 2021 


Based on the results of the multicollinearity test, each independent variable has a VIF value of 
3.143, Leadership Style 3.166, Work stress 1.013. Because the Tolerance value is greater than the 
minimum reguirement (? 0.1) and the VIF value is lower than the reguirement (« 10), multiple linear 
regression analysis does not have a correlation problem between the independent variables. 

A good regression eguation model does not have heteroscedasticity problems: if the points on 
the scatterplot graph between the model's predicted value and the residual value are randomly 
distributed, they do not form a specific pattern such as triangles, rectangles, standard curves, and so 
on. 


Figure 6. Heteroscedasticity Analysis Results 
Scatterplot 
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Source: Processed primary data, 2021 


Based on the scatterplot image, it can be seen that the points in the image spread randomly 
and are spread above and below the number 0 on the Y-axis. It can be concluded that there is no 
heteroscedasticity in the data. 

The autocorrelation test was conducted to identify an autocorrelation between the errors that 
occurred between the periods tested in the regression model. The Durbin-Watson test value must 
be seen to determine whether there is autocorrelation. 


Table 14. Autocorrelation Analysis Results 


Model R R Square Adjusted R Std. Error of the Durbin- 
Square Estimate Watson 
1 8254 681 .671 6.13505 1.923 


Source: Processed primary data, 2021 


Autocorrelation test using the Durbin-Watson test. The calculated Durbin-Watson value 
obtained the Durbin Watson value of DW - 1.923. Based on the existing categories, the DW value is 
1 < DW (1.923) < 3, which means no autocorrelation. It can be concluded that the multiple linear 
regression analysis carried out does not have a correlation problem in the 
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Based on the calculation of multiple linear regression analysis carried out through statistics 
using the SPSS 25 program, the following results were obtained: 


Table 15. Multiple Linear Regression Analysis Results 


Model Unstandardized Standard t Sig. 
Coefficient coefficient 
B Std. Error Beta 
(Constant) 22.842 5.448 4.192 .000 
Work Motivation 494 .086 569 5.734 .000 
Leadership Style .262 .090 .292 2.930 .004 
Work Stress -.020 .062 -.018 -.313 755 


Source: Processed primary data, 2021 


Based on the results in the table, the following regression equation is obtained: 
Y = 22.842 + 0.494X1 + 0.262X2-0.020X3+e 
The multiple linear regression equation can be described as follows: 
1) Constant = 22.842 
2) If the variables of work motivation, leadership style and work stress are assumed to be 
constant, the performance will increase by 22.842. 
3) Coefficient of work motivation (X1) 
The value of the work motivation coefficient is 0.494. Stating that an increase will follow every 
1 score increase for work motivation in performance of 0.494. 
4) Coefficient of leadership style (X2) 
The leadership style coefficient value is 0.262. Stating that an increase will follow every 1 score 
increase for leadership style in performance of 0.262. 
5) Coefficient of work stress (X3) 
The coefficient of work stress is -0.020. Stating that a decrease will follow every 1 score increase 
to -0.020 in performance of -0.20. 


Table 16. R. Test Results 


Model R RSquare Adjusted R Square Std. Error of the Durbin- 
Estimate Watson 
1 8254 .681 .671 6.13505 1.923 


Source: Processed primary data, 2021 


From the table above, it can be seen that the resulting R-value is 0.825, meaning that the 
influence between the independent variable and the dependent variable is strong. While the value 
of R square is 0.681 or 68.1%, meaning that the influence of the independent variables, namely work 
motivation, leadership style, and work stress, on the performance variable is 68.1%. The remaining 
31.9% is influenced by other variables not examined. 

To determine the effect of work motivation, leadership style and work stress on the dependent 
variable, namely performance, it is necessary to do a t-test. Partial testing can be seen from the t-test. 
If the value of sig < 0.05, Ho is rejected, which means there is a significant effect. Partial test results 
can be seen in the following table: 


Table 17. T . Test Analysis Results 


Model Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta 
1 (Constant) 22.842 5.448 4.192 .000 
Work Motivation 494 .086 569 5.734 .000 
Leadership Style .262 .090 292 2.930 .004 
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Job Stress -.020 .062 -.018 -.313 .755 


The results of the t-test of motivational variables have a positive effect on performance. 

To prove that work motivation has a positive effect on performance, the hypotheses tested are 
as follows: 

H0: Partially, there is no positive and significant influence between work motivation on 
performance. 

H1: Partially, there is a positive and significant influence between work motivation on 
performance. 

From the testing results with the partial hypothesis of the t-test of significance, as shown in 
the table above, the variable work motivation (X1) obtained at-count value of 5.734. While the 
statistics table (t table) and hypothesis testing with = 5%. With the degree of freedom of the 
test isn - k = 106 - 4 = 102, the t table value is 1,983. Based on these data t count 5.734 > t table 
1.983. So it can be concluded that the independent variable of work motivation partially 
influences performance. 

T-Test Results of Leadership Style Variables Have a Positive Effect on Performance 

To prove that Leadership Style influences Performance through, the tested hypotheses are as 
follows: 

H0: Partially, there is no positive and significant influence between Leadership Style on 
Performance 

H2: Partially, there is a positive and significant influence between Leadership Style on 
Performance 

From the results of testing with the partial hypothesis of the t-test of significance, as shown in 
the table above, the Leadership Style variable (X2) obtained at-count value of 2,930. While the 
statistics table (t table) and hypothesis testing with = 5%. With the degree of freedom of the 
test isn - k = 106 - 4 = 102, the t table value is 1,983. Based on these data t count 2,930 > t table 
1,983. So that it can be concluded that the independent variable Leadership Style partially has 
an influence and is significant on performance. 

T-Test Results of Leadership Style Variables Have a Positive Effect on Performance 

To prove that Leadership Style influences Performance through, the tested hypotheses are as 
follows: 

H0: Partially, there is no positive and significant influence between Leadership Style on 
Performance 

H2: Partially, there is a positive and significant influence between Leadership Style on 
Performance 

From the results of testing with the partial hypothesis of the t-test of significance, as shown in 
the table above, the Leadership Style variable (X2) obtained at-count value of 2,930. While the 
statistics table (t table) and hypothesis testing with = 5%. With the degree of freedom of the 
test isn - k = 106 - 4 = 102, the t table value is 1,983. Based on these data t count 2,930 > t table 
1,983. So that it can be concluded that the independent variable Leadership Style partially has 
an influence and is significant on performance. 

T-Test Results of Work Stress Variable Affects Performance 

To prove that work stress affects performance, the hypothesis tested is as follows: 

H0: Partially, there is no positive and significant effect between work stress on performance 
H2: Partially, there is a positive and significant effect between work stress on performance 
From the testing results with the partial hypothesis of the t-test of significance, as shown in 
the table above, the work stress variable (X3) obtained at-count value of -0.313. While the 
statistics table (t table) and hypothesis testing with = 5%. With the degree of freedom of the 
test isn - k = 106 - 4 = 102, the t table value is 1,983. Based on these data t count -0.313 < t table 
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1.983. So it can be concluded that there is not enough evidence that work stress on employee 
performance. 


To prove that work motivation (X1), Leadership Style (X2), and Job Stress (X3) simultaneously 
have a direct positive effect on performance (Y) through the tested hypotheses as follows: 
HO: Simultaneously, work motivation (X1), leadership style (X2) and work stress (X3), there is no 
positive effect on performance. 
H4: Simultaneously, work motivation (X1), leadership style (X2) and work stress (X3) have a positive 
influence on performance. 


Table 18. Simultaneous Test Analysis Results 


ANOVA 
Model Sum Of Df Mean Sguare F Sig. 
Sguares 
1 Regression 8178.993 3 2726.331 72.434 .0002 
Residual 3839.158 102 37.639 
Total 12018.151 105 


A. Predictors: (Constant), Stress Work, Motivation Work, Leadership Style 
B. Dependent Variable: Performance 
Source: Processed primary data, 2021 


Based on the results of the simultaneous test for the variables of work motivation and 
leadership style with the dependent variable, namely Performance, obtained F count = 133,637 and 
F table df1 = 4-1 = 3 while df2 = n - k = 106 - 4 = 102 and with = 5% then F table is 3.09. F count 
72,434 > F table 2.69, then HO is rejected, and H4 is accepted. It shows that H4 is proven that there is 
a direct and positive influence on work motivation (X1), leadership style (X2) and work stress (X3) 
simultaneously on performance (Y) which means that the regression model can explain the 
independent variables as a whole. 

This research was conducted to obtain a complete understanding of the effect of work 
motivation (X1) and leadership style (X2), and work stress (X3) on performance. The research results 
will be discussed in the following concerning the research objectives. From the testing results with 
the partial hypothesis of the t-test of significance, as shown in the table above, the variable work 
motivation (X1) obtained at-count value of 5.734. While the statistics table (t table) and hypothesis 
testing with = 5%. With the degree of freedom of the test is n - k = 106 - 4 = 102, the t table value is 
1,983. Based on these data t count 5.734 > t table 1.983. So it can be concluded that the independent 
variable of work motivation partially influences performance. 

The results of this study are by research conducted (Makki & Abid, 2017). The results showed 
that intrinsic and extrinsic motivation positively correlated with organizational member task 
performance, and intrinsic and extrinsic motivation affected organizational member task 
performance. 

While intrinsic motivation denotes the performance of action out of interest or pleasure, 
extrinsic motivation arises from externally or socially created reasons to act. Extrinsic motivators 
such as money or other rewards can produce extrinsic motivation because they generate a desire for 
the consequences of the activity; they do not create a desire to engage in activities for their benefit. 
When people engage in activities for extrinsic rewards, their motivation is embedded in the 
environment rather than themselves. In contrast, intrinsic motivation exists within the individual 
and can be utilized and enhanced by an environment that supports individual autonomy and 
competence (Legault, 2016). According to research (Masydzulhak et al., 2016), work motivation and 
organizational members' performance variables in this study are positive and significant. The 
performance of organizational members increases when work motivation increases. 

The partial test results (t-test) show that work motivation has a significant positive effect on 
the performance of organizational members (Aima et al., 2017). These results match the hypothesis 
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with available data and confirm Herzberg's theory, better known as the theory of motivation and 
hygiene. An individual's relationship with his job is the primary relationship. His attitude towards 
work can determine his success. Two factors in which our intrinsic factors drive organizational 
members to become motivated (comes from within each individual) and extrinsic factors which are 
forces that come from outside a person, especially from the organization they work for. 

The achievement motivation variable shows a positive and significant influence on 
performance (Mubarok, 2018). Thus, motivation shows a positive impact on employee performance. 
When the motivation factor goes up/down, the employee's performance will also be positively 
correlated, namely by showing an increase/ decrease. Therefore, these findings support the theory 
and results of previous studies that motivation affects the performance of organizational members. 

The results described in this study describe that intrinsic and extrinsic motivation and task 
performance of organizational members vary according to intrinsic motivation research variables 
such as recognition of success, recognition of challenging work, and job advancement. It can be 
evidenced by previous research, which states that when individuals are intrinsically motivated, they 
pursue activities for the interest and pleasure that these activities provide (Csikszentmihalyi, 1975) 
(Makki & Abid, 2017). This study also reveals that extrinsic motivation will not differ between male 
and female organizational members, which can be proven by previous research, which states that 
extrinsic motivation with indicators of work environment, salary, relationships with co-workers and 
effective supervision has generally been recognized as a type of mild inspiration, and bad (even if 
strong) in contrast to implicit inspiration (e.g., deCharms, 1968) in (Makki & Abid, 2017). Thus, it 
can be concluded that work motivation significantly affects performance. 

From the results of testing with the partial hypothesis of the t-test of significance, as shown in 
the table above, the Leadership Style variable (X2) obtained at-count value of 2,930. While the 
statistics table (t table) and hypothesis testing with = 5%. With the degree of freedom of the test is n 
-~k=106 - 4 = 102, the t table value is 1,983. Based on these data t count 2,930 > t table 1,983. So that 
it can be concluded that the independent variable Leadership Style partially has an influence and is 
significant on performance. 

The results of this study are by research conducted by (Nawoseing'ollan & Roussel, 2017). 
Leadership style affects the performance of organizational members because they; let corporate 
members work the way they believe in, develop trust in them and let them be innovative. These 
leaders are approachable, treat organization members with respect and encourage them to follow 
established procedures to maintain required standards and try out new ideas. Organizational 
members make decisions and implement them. Authoritative leaders make organizational members 
feel proud to be associated with them because they show a sense of power, make personal sacrifices 
and always think for the betterment of the whole group. 

Leadership is the key to good performance because it coordinates the utilization of human 
resources and other resources in the organization. A good leader motivates organizational members 
and motivates them not only to improve their work performance and commitment to an 
organization but also to exceed job requirements and improve the organization's general 
performance. Research results support this (Pawirosumarto, Bachelor, & Muchtar, 2017). It is 
statistically proven that the leadership style individually or partially has a positive and significant 
effect on employee performance. If leadership is vital in directing and leading employees, then 
performance in carrying out obligations and duties will also be good, and vice versa. 

The results of the study (Pawirosumarto, Bachelor, & Gunawan, 2017) show that leadership 
style has a significant and positive influence on the performance of organizational members at 
Parador Hotels and Resorts, which means that leadership style is one of the important variables that 
can improve the performance of organizational members. The results described in this study 
describe the leadership style variables using the dimensions of Directive, Supportive, Participative, 
and Achievement Orientation. However, if a leader can master all leadership styles, he can not only 
direct his members to work according to directions/standards/rules. Defined, but leaders need to 
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provide opportunities for their members to participate in decision-making, make processes, improve 
their abilities/skills, and the ability to create favorable working conditions (Pertiwi et al., 2019). 

Leadership is one of the most critical factors for the success of organizational management. 
Effective leadership will be able to grow the motivation of organizational members so that 
productivity, loyalty, and satisfaction of subordinates or members of the organization increase. At 
first, many thought leaders were born, but effective leadership formation can be studied (Hasibuan, 
2016) (Ramly et al., 2020). Leadership style is the behavior or method leaders use to relate to their 
subordinates to achieve goals or objectives that have become shared commitments. A leader must 
have a leadership style that is considered effective to attain company goals or objectives. Thus, it can 
be concluded that leadership style significantly affects employee performance. 

The results of testing with the partial hypothesis of the t-test of significance, as shown in the 
table above, show that the work stress variable (X3) obtained at-count value of -0.313. While the 
statistics table (t table) and hypothesis testing with = 5%. With the degree of freedom of the test is n 
- k= 106 - 4 = 102, the t table value is 1,983. Based on these data t count -0.313 < t table 1.983. So it 
can be concluded that the work stress-free variable partially has no influence and is not significant 
on performance. The results of this study are by (Krismi, 2018). The results of this study indicate that 
there is no influence between work stress and the performance of police officers. 

Jianbang members feel that their duties can be carried out correctly according to existing 
standard operating procedures and complete their tasks. Even though they feel pressured by their 
duties, they will still carry out their duties well because the functions carried out are by the existing 
program results standards. 

The heavy or light tasks that are handled already have standard operating procedures for 
handling them, so the studies they are involved in or the cases they are involved in will not impact 
work stress and member performance because from the start, they understand standard operating 
procedures as members. Work process. It will support members' performance levels and minimize 
pressure on police officers to complete their work (Krismi, 2018). Furthermore, it is also supported 
by research conducted by (Hotiana & Febriansyah, 2018). The study results show that work stress 
has no significant effect on employee performance in research (Arfani & Luturlean, 2018). It indicates 
that work stress does not affect performance. (Soelton & Yasinta, 2018) His research shows that the 
coefficient of the work stress variable does not affect employee performance. 

Because the government has determined members’ workload to be organized and has a load 
as a standard of work, harmony among co-workers is established, and personal problems are not 
equated with work problems. Thus, it can be concluded that there is insufficient evidence that there 
is an effect of work stress on the performance of the personnel of the Bureau of Assessment and 
Development of the National Police Education and Training Institute. 

Based on the results of simultaneous tests for the variables of work motivation, leadership 
style and work stress with the dependent variable, namely Performance, it is obtained that F count 
= 133,637 and F table dfl = 4-1 = 3 while df2 = n - k = 106 - 4 = 102 and with = 5% then F table is 
3.09. F count 72,434 > F table 2.69, then HO is rejected, and Ha is accepted. It shows that H4 is proven 
that there is a direct and positive effect simultaneously on work motivation (X1), leadership style 
(X2) and work stress (X3) on performance (Y) which means that the regression model can explain 
the independent variables as a whole. 

Herpen, Praag, and Cools, in the journal Performance Measurement and the Influence of 
Compensation on Motivation on the Relationship between Motivation and the World of Work, show 
that experience supports the relationship between job dissatisfaction, lack of motivation, and 
intention to quit (Rony, 2016). According to Robescu & Iancu in (Indrianto et al., 2020), motivation 
is all internal and external driving forces that make individuals engage in activities to achieve 
specific goals. Organizations expect organizational members to use their knowledge, energy, skills, 
and part of their time to do their best in the organization, and organizational members, on the other 
hand, expect rewards. Organizations can motivate organizational members to optimize their work 
by offering value, tips, and rewards. If members of the organization are not motivated to work, the 
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impact on the company/organization will be very harmful and can disrupt the activities of the 
company/ organization. 

Jianbang Bureau applies Herzberg's theory in organizations by having programs to increase 
staff motivation through staff performance evaluation, organizational recognition/rewarding, 
division of responsibilities, monitoring the progress and development of members' work, granting 
promotions, building working relationships between people and other factors that can increase 
people's motivation to work. Motivation is highly dependent on leadership factors in the 
organization, namely the extent to which the leader raises the motivation of members manifested in 
increasing morale and work ethic to increase productivity to improve performance to achieve 
organizational goals. 

Leadership style is how the leader, through actions and words, influences organizational 
members to want to work harder to achieve organizational goals. It means that the more precise the 
leadership style of the JianBang Police Bureau leadership style, the better the JianBang Police 
Bureau's performance will be. However, if a leader can master all leadership styles, he can guide his 
members to work according to the direction/standards/ rules set. Still, the leader needs to provide 
opportunities for his members to participate in decision-making. Cultivate and improve their 
abilities/skills and create favorable working conditions. 

Job stress is a state of tension that affects a person's thought processes, emotions, and 
conditions resulting in excessive stress threatening a person's ability to process the environment, 
which interferes with their task performance. Therefore, it can hinder them in carrying out their 
duties. Poor stress management often causes a person's disability to interact with his environment 
actively, both inside and outside the work environment. The employee concerned will face various 
negative symptoms, ultimately affecting his performance. Thus, it can be concluded that work 
motivation, leadership style, and work stress simultaneously significantly affect employee 
performance. 


CONCLUSION 
Based on the results of data analysis, hypothesis testing and discussion, some conclusions can 
be drawn as follows: 


1. Work motivation has a significant effect on performance. Intrinsic factor motivation is the 
driving force for personnel to motivate themselves (coming from within each personnel). 
Extrinsic factors come from outside the personnel, especially from the organization, making 
personnel excited at work. 

2. Leadership style has a significant effect on personnel performance. It means that the leadership 
style affects the performance of personnel because the leaders are important figures in 
providing direction and goals and a role in supervising performance results in the 
organization; a good and conceptualized leadership style will improve employee 
performance. 

3. There is not enough evidence that there is a significant negative effect of work stress on 
performance Jianbang Bureau personnel can complete their duties correctly by existing 
standard operating procedures even though they feel pressured by their responsibilities and 
have the impact of work stress, members will continue to carry out their duties properly 
because the tasks are carried out by the existing program results standards and functions must 
be completed by targets and quality of work. However, there is insufficient evidence that work 
stress affects the performance of the Bureau of Assessment and Development of the National 
Police Education and Training Institute. 

4. Work motivation, leadership style, and work stress significantly affect employee performance. 
Simultaneously, leadership style, work motivation and stress will improve employee 
performance if appropriately managed. 
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